In the present study, data were analysed longitudinally on the basis of lifespan developmental psychology to determine if work values and norms change as a result of ageing/maturation or societal trends (i.e. period effects between two measurement waves). Moreover, data were collected to determine if the younger participants showed more change than the older participants. Participants were three age groups, 18, 22, and 26 years old, respectively, in 1987 (N 5 806). The participants completed a questionnaire in 1987 and 1991. Measures of work values and norms included Absolute Work Centrality, Relative Importance of Work, Obligation Work Norm, Emancipation Norm and Spare Time Norm, and Intrinsic, Extrinsic and Social Work Values. Using tests of differences in over time correlation coef cients, paired t-tests and analyses of variance, the results show that work, and especially intrinsic work values become more important by ageing than by societal trends and that younger participants indeed changed more than the older participants. These results underscore the plea of Schulenberg, Vondracek, and Kim (1993) for a combination of a developmental and individual difference perspective of work value change in career theory and practice.
Many recent empirical studies support the hypothesis that people change when they go through important transitions in life (Brett, 1982; Krau, 1983; Nicholson, 1984) . For example, the studies of Tiggemann and Wine eld (1989) show that the transition from school to work positively affects psychological health. Van der Velde, Feij, and Taris (1995) further demonstrated effects on certain personality traits, such as lower levels of boredom susceptibility and neuroticism. Although there are indications that shock experiences may occur when entering the labour force (Wanous, 1992; West, Nicholson, & Arnold, 1987) , these studies found mainly positive effects, explained by the fact that through working, people become nancially and psychologically independent and feel that they contribute to society.
Another important transition that has been studied is job change. For example, Clarke (1980) and found that people who voluntarily change jobs experience more positive work characteristics and outcomes in time than people who stay in the same job. These studies also show that for some variables both the transition group, as well as the nontransition group, changed in the same direction. For example, in the study of Van der Velde, Feij, and Taris (1995) , both school-leavers and participants who stayed in school became more impulsive and extraverted in time, they experienced a better quality of life, and they attached more importance to intrinsic work aspects in time. Also, in the study of , all subgroups (participants who made a job transition, as well as participants who stayed in the same job, although not both to the same degree), generally experienced less opportunity for promotion in time (this could be in the same or another organisation depending on whether they changed jobs or stayed in the same job), more socialisation tactics, more work pressure, and a better t between work and education. The authors therefore concluded that the transition induces extra positive changes (i.e. above and beyond more general changes).
These general changes may result from the fact that people in all of these groups grew older and became more mature, whereas more speci c changes in people may be determined by transitions in work status. Krau (1989) studied the transition in life activity saliencies and work value preferences for the period between junior high school and adult employment and stated that modi cation in age-related experience affects all members of the population, whereas changes in social identity produced by social mobility occur only in parts of the population. In other words, ageing is a general process that affects all people, while transitions only occur in speci c groups of people who may change something extra or differently.
Lifespan developmental psychology also mentions these different factors as causes of change in people, referred to as normative and nonnormative factors (Vondracek, Lerner, & Schulenberg, 1986) . Normative causes are age-related or history-graded changes in people and the timing of change is more or less equal for most people in a speci c (sub)culture for a certain age group. Biological maturation processes and socialisation processes in the family, in school, and at work are examples of factors that may foster normative changes (Verhofstadt-Deneve, 1985) . By contrast, nonnormative causes of change are events that do not occur for most individuals at a certain age in a speci c (sub)culture (Bergman, Eklund, & Magnusson, 1991) , but they are signi cant life experiences, such as transitions, that alter the individual life course.
In addition to examining the effects of transitions on processes of change among young adults, the focus of this study was on the effects of ageing. Lifespan developmental theory is not speci c with regard to the direction of change, it (only) acknowledges that development is multiply determined. According to Pryor (1980) , ageing generally has positive effects on people, because people strive to attain self-ful lment in life and to be in an optimal environment to realise this. However, this may only apply for younger people and growing older may have other effects for senior people.
Another important aspect with regard to ageing is that the degree and the direction of change for people of the same age are more or less the same (Magnusson, 1990) . Generally, young people change more than older people. For example, Lorence and Mortimer (1985) found that in older groups job involvement was more stable than in younger groups. Also, Caspi and Bem (1990) concluded, from a review of longitudinal studies, that stability coef cients tend to increase as the age of the participants increases. Costa and McCrae (1980; see Caspi & Bem, 1990, p. 550) reported that there is little evidence for maturational changes in personality (measures of neuroticism, extraversion, and openness to experience) during adulthood in their longitudinal studies. Also, Magnusson and Bergman (1990) asserted that after the age of 30, personal change is very restricted (cf. Schulenberg, Vondracek, & Kim, 1993) .
Therefore, the focus of this study was on participants between the ages of 18 and 30 (young adulthood). This is a period in the life cycle during which people are particularly prone to change (Bachman, O'Malley, & Johnston, 1978; Lorence & Mortimer, 1985) . The purpose was to examine whether young adults change positively in time by ageing/maturation. Moreover, three different age groups were studied in order to determine if younger people indeed change more than older people. Not all characteristics may change in the same way and to the same extent as a result of ageing and the focus of this study was on work values and norms.
Work Values and Norms
Most authors generally regard work values as relatively changeable personal characteristics compared to other characteristics, such as personality traits. Although some speci c values may be more stable than others, values are (Vondracek et al., 1986, p. 118) : ". . . long assumed to be trait-like, [but] also have state-like dimensions".
In the numerous studies performed on work values, many different concepts are examined that are measured in different ways (England & Elizur, 1996) . For example, Schulenberg et al. (1993) used Pryor's Work Aspect Preferences Scale (Pryor, 1980) and Krau (1989) used Super's measures. As a consequence, the results of these studies are dif cult to compare. It is therefore important to clearly categorise and operationalise the concepts used. In the present study, work values are based on the categorisation of the MOW International Research Team study (1987) . Following this study, the meaning of work is conceptually de ned in terms of three domains: (1) work centrality as a life role; (2) societal norms about working, and (3) importance of work goals (Harpaz, Claes, Depolo, & Ruiz Quintanilla, 1992) .
Work Centrality as a life role can be measured directly. That is, work centrality de ned as a general belief about the value of working in one's life is assessed by asking how central and important the role of working is in one's life in absolute terms (MOW, 1987; Harpaz et al., 1992) . Work centrality can also be measured indirectly by comparing the importance of the work role with other life roles (relatively), which for young people consist mainly of relationships and family.
Some studies (MOW 1987) regard absolute work centrality as a relatively stable variable. In earlier studies (e.g. Meltzer, 1963) it was found that the degree to which work is central in life generally increases by ageing, and work becomes a reality for young people because they are striving to become economically independent as they age. Usually, a high level of absolute work centrality is considered bene cial because of the relationship between concepts such as job satisfaction (Dubin & Champoux, 1977) , organisational commitment (Jans, 1989) , and low absenteeism and turnover (Blau, 1989; Lee & Mowday, 1987) .
The relative importance people attach to work is expected, just as for absolute work centrality, to increase as a result of ageing. For example, the degree to which people consider it realistic to work in certain phases of life, such as the phase of being married and/or having younger children (Heesink, 1992) , will increase when people grow older. It is likely that when young people start their own family, for which they are responsible, they will consider work more important. It has been demonstrated that marriage signi cantly enhances stability in the early work career and that married individuals are advantaged with respect to many work outcomes (Mortimer, Lorence, & Kumka, 1986) .
Societal Norms about Working may also change as a result of ageing processes. Norms about working focus on what one should expect from work (entitlements) and, in turn, what one is expected to contribute through working (obligations) (MOW, 1987; see Harpaz et al., 1992, p.86) .
For example, the opinion that work is an obligation represents the person's belief that all people have a duty or responsibility to social units through working. Moreover, strong adherence to a norm of obligation may also be a statement of a personal sense of obligation; therefore, one would expect that this obligation work norm and work centrality will be positively related (MOW, 1987) . According to the results of the MOW study and research by Rosenstiel (1989) , people usually grow more conservative as they grow older. Although this may indeed apply for older people, for the young people in this study it was expected that they generally would become less dogmatic and adopt more differentiated ideas about life. In particular, it was expected that they would become more conscious of the fact that in present society unemployment is a reality for many people, and the norm toward work as an obligation is therefore expected to decrease with ageing.
A related societal norm about working refers to the importance people attach to the general striving toward more spare time and less work in society. Claes (1995) found that the importance attached to this aspect increases by age. People are increasingly busy and have more responsibilities when they become older and as a result they have less spare time. Therefore, it is expected that the norm toward spare time increases with age.
Another important work-related norm focuses on the desired role partitition between men and women in the educational and labour elds. Because dual-career couples are a growing reality, and because recently much has been done in society to realise equal duties and rights for men and women, this has resulted in an increased labour force participation of women (MOW, 1987) . As a result, the young adults in this study were expected to become more emancipated by ageing.
Importance of Work Goals may change by ageing. Previous research has demonstrated that there are large differences between people in evaluations of work goal domains. Following MOW (1987), a distinction was made between intrinsic, extrinsic, and social work values. Intrinsic work values focus on the degree to which people attach importance to immaterial aspects of their jobs that allow for self-expression, such as variety and autonomy in the job. Extrinsic work values focus on the degree to which people attach importance to material or instrumental work aspects, such as salary and opportunity for promotion. Social work values refer to the importance of having social contacts with coworkers.
High intrinsic work values are regarded positively by most authors because they often lead to upward career mobility, striving toward complementary training, less unemployment (Andrisani, 1978) , more satisfaction, and less turnover (Mobley, Grif th, Hand, & Meglino, 1979) . Intrinsic work values, more than extrinsic ones, were found to be related to organisational commitment (Meyer & Allen, 1988; Putti, Aryee, & Liang, 1989) and to attempted job content innovation (Feij, Whitely, Peiró , & Taris, 1995) . The MOW study (1987) showed that younger people generally strive toward having variation in their work and autonomy. In the study of Schulenberg et al. (1993) , it was unexpectedly found that all work values slightly declined over a six-month period. The authors mention, among others, regression to the mean and seasonal effects as explanations for these declines. In contrast, in the study of Mortimer and Lorence (1979) intrinsic, as well as extrinsic, work values increased as a function of work autonomy and income, and rewarding occupational experiences were found to reinforce the same values that constituted the basis of earlier work selection. Social work values appeared to decrease, although the authors did not examine different age groups as in the present study.
The general hypothesis of the present study was that, as young people mature, they become more intrinsically, and less extrinsically, motivated to work. Moreover, although it seems reasonable to assume that when one is young, social contacts at work are important, it is expected that by growing older and starting a family of one's own, the importance of these contacts will decrease, because one also has to deal with extra social networks of other family members. This is supported by Claes (1995) , who found a decrease in the social function of working as people age. The speci c hypotheses of the present study may be summarised as follows:
1. When young adults grow older, work becomes more important for them, absolutely as well as relatively, and they attach less importance to work as an obligation and more to spare time. They also become more emancipated, more intrinsically, less extrinsically, and less socially motivated to work over time. 2. Young people show more change in work values and norms than older people.
With respect to the concept of change, following the studies of and , some attention should be paid to structural invariance by means of reliability analyses because stability of the scales by which work values and norms are measured is a prerequisite of the other forms of stability or change. The major focus of this study was on normative change and change in the magnitude (level) of work values and norms. Normative change refers to the change of individual ranks of differences on work values and norms over time, which are shown in correlations over time. This form of change is independent of the level of scores of individuals on the work values: A uniform decrease or increase of all individuals has no effect on the correlation coef cients. Level change is the change in magnitude, or quantity, of work values over time. This form of change can be demonstrated by studying the means of work values and norms in two (or more) waves. A possible confounding variable in this study was the existence of period or secular effects (see Costa & McCrae, 1988) . These are relevant social-historical events which occurred between the measurement waves ( Van der Werff, 1987) . For example, if it is hypothesised that young people generally change positively over time because they grow older, and at the same time the labour market improves signi cantly between the measurement waves, people may also have changed positively because they obtained more opportunities to nd a work situation in which they t, grew, and were able to use their capabilities. Consequently, they may feel more appreciated and are more intrinsically motivated to work. Another example of a social-historical event is mentioned by Caspi and Bem (1990) . They noted that part of the answer to the question of why changers change may be maturation and another part may be the pressure of social norms. If such social-historical events are neglected, determinants of personal change may be seen in individual processes of ageing, whereas, in fact, these changes could be ascribed to changes in society.
In the present study, however, there is no reason to assume the existence of period effects. During this study (1987) (1988) (1989) (1990) (1991) , according to reports of the Dutch Ministry of Social Affairs and Work (Ministerie van Sociale Zaken en Werkgelegenheid, 1987 Werkgelegenheid, , 1991 , the labour market situation did not signi cantly change. The study of Hagstrom and Gamberale (1995) also showed that the work value structure appeared to be rather unaffected by the economic recession. However, although period effects are assumed to be less strongly present than ageing effects, the present study examined whether work values are more strongly affected by ageing or by societal trends.
Another possible confounding factor is the existence of cohort effects, which are also mentioned in the literature as a cause of change (Appels, 1985; Lorence & Mortimer, 1985; Van der Werff, 1987) . Cohort effects are also historical in nature and may occur when social change differentiates the life patterns of successive cohorts, or when speci c in uences, such as war, exert a relatively uniform effect across successive birth cohorts (cf. Caspi & Bem, 1990) . A cohort is usually seen as a group of people who were born in a clearly distinguishable historical period. The timing and direction of change is more or less the same for people of the same cohort and differs from those of others. For example, it is possible that people from a speci c cohort made a career choice in times of economic growth and were less in uenced by labour market stimuli and more by their own interests. As a result, work for them differs favourably from that of people in other cohorts who made the same choice in a period of economic malaise (Blossfeld & Hamerle, 1989) . Beekes (1991) also mentioned that at the time of entry into the labour market, the economic situation may lead to the development of certain norms and values (e.g. regarding the meaning of work) that will remain throughout life, even when this situation changes.
In the present study, three different age groups (18-, 22-, and 26-year-olds) were tested. They differed in age by only four to eight years, and were therefore assumed to belong to the same generation. Consequently, the present study assumed that cohort effects were absent.
METHOD Procedure and Sample
Data were collected as part of the research project entitled "The process of social integration among young adults" (Dijkstra, 1989 (Dijkstra, , 1993 . The purpose of this project was to examine how young adults participate in and integrate into society, and which personal and social factors facilitate this process.
The research design was longitudinal, with two waves: 1987 and 1991. Participants were Dutch young adults, male and female, who were 18, 22, or 26 years old in 1987. The sampling procedure consisted of two steps. First, 20 municipalities in The Netherlands, strati ed to four regions and ve levels of urbanisation, were drawn. Next, 2800 home addresses of persons in the aforementioned age groups were randomly selected from the registry of ces in these municipalities. These persons received a letter in which their participation was requested.
In 1987, 1775 young adults completed a self-report questionnaire and were interviewed by trained interviewers, using a structured interview schedule. The sample was representative for the Dutch population in this age group, and they were in school, had a paid job, were unemployed, or took care of housekeeping.
In 1991, 1257 of the initial 1775 participants again responded. Taris, Van der Vaart, and Dijkstra (1993) concluded that at Time Two lower educated young adults participated slightly less than higher educated young adults when compared with the original sample. It must be concluded that at Time Two a somewhat less representative sample existed in comparison with Time One, at least with respect to educational level. With respect to sex, age, and socioeconomic status, no sample attrition effects were found, but it did appear that those individuals who did not participate at Time Two regarded work more as a duty, were less emancipated, and valued work more extrinsically than those who participated in both waves. However, from partial correlations between these variables and groups (Time Two participants and nonparticipants) in which educational level was controlled, it appeared that differences between the two groups in values and norms disappeared. Therefore, educational level is controlled in the analyses.
From the 1257 who participated in both waves, 806 participants from the studies of and were (re)used in this study. These participants indicated that they were in school or had a paid job at either Time One or Time Two. This subsample was used because the present study is regarded as an extension of the earlier studies. From these studies it became clear that transitions affected some characteristics of the participants. The purpose of the present study was to estimate the effect of ageing (and period). Because other factors were not allowed to distort the results (e.g. the effect of being or becoming unemployed), it was decided to restrict the study to the same participants. These subgroups were combined and divided over the three different age groups, and then reanalysed: 55% of the participants were male and 45% were female.
Measures
In the present study, the following eight work-related values and norms were examined. Two measures of importance attached to work as a major life role (absolutely and relatively), three work-related norms, and three measures of importance attached to work goals. They were operationalised by multiitem scales in the self-report questionnaire. Most responses were gathered on a scale varying from 1 "Very little" to 5 "Very much". Detailed information on the sources of the scales used and the results of the factor analysis in which all items and scales were validated is given by Heesink (1992) . In the next section, the scales are described and for each scale a representative sample item is given along with the reliability coef cients (Cronbach's a ) of the scales in both waves.
Absolute Work Centrality refers to the general importance of work as a life role. An example of an item is "Would you be unhappy if you did not have or could not get a job?" The three items were scored on a 5-point scale which varied from (1) "Certainly not" to (5) "Certainly". Cronbach alphas were .62 at Time One and .66 at Time Two.
The scale Relative Importance of Work consists of four items regarding the likelihood that one will work, given four imaginary family situations which might arise depending on the degree and/or duration of family procreation. The questions were: "How likely do you consider it to be that one would work in the following situations, in which one has (a) no children, (b) a family with young children at home (under six years old), (c) a family with older children at home (above six years old), and (d) a family in which the children have left the parental home?" The items were scored on a 5-point scale varying from 1 "Very unlikely" to 5 "Very likely". By means of these four questions it was assessed how important a person considered work to be, given the different family situations, even though they included many other roles such as being a partner and/or a parent. Alphas were .80 at Time One and .75 at Time Two.
Obligation Work Norm measures the importance one attaches to the idea that everybody in society has to work for a living (Mirels & Garett, 1971; MOW, 1987; Ten Have & Jehoel-Gijsbers, 1985) . Participants responded to four statements such as "Doing things as one pleases is only possible when one has done his duty". These were scored on a scale varying from 1 "Fully disagree" to 5 "Fully agree". Reliability analyses showed alphas of .59 and .62 for the two waves, respectively.
Norm Toward Emancipation focused on the desired role partitition between males and females ( Van der Avort, 1985) . Participants responded to four statements such as "I think it is natural when a girl goes to technical school" (on the same scale as mentioned earlier). A low score indicated that one attaches importance to traditional roles for males and females. Alphas were .69 and .70 for Time One and Time Two, respectively.
Norm Toward Spare Time consisted of four questions regarding the importance of spare time in general (Buchholz, 1977) . Responses were given to statements such as "More spare time and less working is good for people" (on the same scale). Alphas were .67 for Time One and .70 for Time Two, respectively.
Finally, speci c work values were measured by three scales based on the categorisation of Ginzberg, Ginsburg, Axelrad, and Herma (1951) and the MOW (1987) . The six items of the Intrinsic Work Values scale focused on the valuation of intrinsically rewarding aspects of work; for example, autonomy, variation, and responsibility. Reliability analyses showed an alpha of .65 (Time One) and .70 (Time Two). The seven items of the Extrinsic Work Values scale focused on the instrumental aspects of work, such as salary and opportunity for promotion. Alphas were .73 and .72 for the two waves, respectively. Finally, the six items of the Social Work Values scale focused on the importance one attaches to social aspects of work as, for example, good contacts with supervisor and coworkers and a good working climate. The answers were scored on a scale varying from 1 "Very unimportant" to 5 "Very important". Alphas were .67 at Time One and .72 at Time Two .
In sum, it appeared that Cronbach's a of almost all scales were above .60, which, given the relatively small number of items of most scales, was regarded as acceptable. An exception was Obligation Work Norm for which an a of .59 at Time One and of .62 at Time Two was found. Furthermore, it appeared that most a s were slightly higher at Time Two than at Time One.
RESULTS
The purpose of the present study was to investigate the relative strength of the effects of age and period on change in work values and norms. Therefore, multiple analyses were performed according to the design of the present study, which may be found in Fig. 1 .
First, the degree of change in work values and norms within the three age groups over time was analysed (longitudinal age effects; sloping arrows b in Fig. 1 ). The correlation coef cients of these variables over time (normative stability vs. change), as well as the mean scores on these variables over time (level stability vs. change), were studied. For both changes, differences between the age groups in the degree of change were analysed in order to determine whether the younger participants showed more change than the older participants. Secondly, differences in mean scores between the three age groups on the separate waves were studied. These are transversal (or cross-sectional) age effects (dotted lines a in Fig. 1) .
When the results of the foregoing analyses showed that all three age groups changed signi cantly in the same degree and direction, it was not possible to conclude that ageing effects only were responsible, because period effects could also be present (i.e. individual values did not change as a consequence of ageing and maturation), but because the participants were affected by the same general changes in society. Although there was no reason to assume such effects, this alternative explanation was examined. Therefore, the mean scores on variables of participants of the same age, but in different waves, were studied. Participants who were 22 in 1987 were compared with participants who were 22 in 1991, and those who were 26 in 1987 were compared to 26-year-olds in 1991 (vertical arrows c in Fig. 1 ). These analyses focused on the change of values and norms in the period of the study with age kept constant. They showed that participants of the same age, but in different waves, differed less often in work values and norms than participants at different ages over time. It could thus be more rmly concluded that ageing, more than period, affected these changes.
Ageing and Normative Change
Three age groups of participants, who were 18, 22, and 26 years old in 1987, were examined for normative and level change of work values and norms. The degree of normative change of work values and norms was determined by computing the correlation coef cients between two measures over time. In Table 1 , these coef cients are presented for three age groups separately. By means of Fisher Z-transformation, testing was conducted to determine whether the correlation coef cients of the three age groups differed signi cantly. Table 1 shows that all correlation coef cients of work values over time within the three age groups are signi cant (P , .001). Coef cients vary from .27 (Relative Importance of Work) to .56 (Extrinsic Work Values) for the 18-year-olds; from .32 (Relative Importance of Work) to .61 (Norm toward Emancipation) for the 22-year-olds; and from .38 (Relative Importance of Work) to .68 (Norm toward Emancipation) for the 26-year-olds. The results from Table l further show that, for almost all work values and norms, the older participants had a higher coef cient than the younger participants. For three coef cients, these differences were signi cant: Absolute Work Centrality, Obligation Work Norm, and Emancipation Norm. For these variables, the relative rank order of the scores within the youngest age groups showed a stronger change than within the oldest group, which is in accordance with Hypothesis 2.
Level Change
Next, two multivariate analyses of variance were performed to examine differences between the three age groups in mean scores on work values and norms at two separate waves (transversal age effects). Results of these analyses are not given in a separate table but the mean scores can be found in Table 2 .
The rst MANOVA shows a signi cant F-value: F(16,1564) 5 4.51 (P 5 .000). Results indicated that, at Time One, the three age groups differed in the mean scores on four work values and norms. The differences are in the direction predicted by Hypothesis l: The 26-year-olds had a higher score for Relative Importance of Work than the 22 and 18-year-olds. The oldest age group had the highest score on Intrinsic Work Values and Norm toward Spare Time, followed by the middle and nally the youngest age group. The youngest group scored higher on Extrinsic Work Values than the middle and oldest group.
The second MANOVA, in which three age groups at Time Two were compared, also resulted in a signi cant F-value: F(16,1590) 5 3.93 (P 5 .000). This time, the results showed that the three age groups differed in mean scores on only one work value: The oldest group had the highest score on Relative Importance of Work, followed by the middle and nally the youngest group. This result was also in the predicted direction.
Level change of work values and norms over time is determined by studying the mean scores at both times within the three age groups. Because these data are dependent, paired t-tests were used. It was also tested, by means of univariate analyses of variance, whether the differences between the age groups in changes in mean scores were signi cant. Results are presented in Table 2 . Table 2 shows that for many work values and norms the mean scores changed over time. Moreover, differences are present between the three age groups. For the 18-year-olds, scores on seven variables changed signi cantly over time; for the 22-year-olds, scores changed on ve, and for the 26-year-olds, they changed on four work values and norms. In other words, as was the case for normative change, older groups changed less often than younger groups, which is again in line with Hypothesis 2.
Most changes were also consistent with the direction predicted by Hypothesis 1, as all three age groups had a higher score on Relative Importance of Work over time. It should be noted that for this variable, similar differences appeared between the age groups at separate waves (transversal age effects). All groups scored higher on Norm Toward Emancipation and Spare Time and these differences were also transversely present. On the other variables some, but not all three age groups, changed signi cantly in the predicted direction. The youngest group scored signi cantly lower on Extrinsic Work Values over time whereas the youngest and middle group had a lower score on Obligation Work Norm and a higher score on Intrinsic Work Values over time. The youngest and oldest groups scored lower on Social Work Values over time. However, mean scores on Absolute Work Centrality did not change signi cantly, although it was expected that for young people work would become more important as they grow older.
In conclusion, it appears from Tables l and 2 that generally for young adults, and more speci cally for younger than for older young adults, work becomes more important, they attach less importance to work obligation, and more to spare time, they become more emancipated and more intrinsically and less extrinsically and socially motivated in work as they grow older.
Period Effects
Because it appeared that for a number of work values and norms all three age groups changed in the same direction (e.g. they attached more relative importance to work and to spare time, and they became more emancipated in time), it should be assumed that indeed ageing/maturation effects, instead of period effects (or societal trends), are responsible for these changes. Therefore, the mean scores on values of 22-year-olds in 1987 were compared with those of 22-year-olds in 1991 and the mean scores of 26-year-olds in 1987 were compared with those of 26-year-olds in 1991 by means of t-tests. Finally, univariate analyses of variance were performed according to the method of Williams (1991) . By means of this method, it was examined whether the difference between the differences of the 22-year-olds and of the 26-year-olds was signi cant, while controlling for the fact that the data of 22-year-olds at Time One and 26-year-olds at Time Two are dependent, whereas the other age groups are independent. The results of these analyses are given in Table 3 . Table 3 shows that the 22-year-olds in 1987 and 1991 differed signi cantly in the mean scores on four work values, and the 26-year-olds in 1987 and 1991 on one work value. This indicates that young people in the same age group, but in different waves, differed less often than different age groups over time, as shown earlier in Table 2 . For Absolute Work Centrality, Norm Toward Emancipation, Spare Time and Extrinsic Work Values, no differences were found for both age groups between 1987 and 1991. Because it was shown earlier (see Table 2 ) that young people, as they became older, became more emancipated, attached more importance to spare time, and became less extrinsically motivated to work, it can now be ascertained with 22-year-olds in 1987 and 1991, or only between 26-year-olds in 1987 and 1991 , and not for both age groups simultaneously. The exception was Relative Importance of Work, as on this variable the groups differed in a different direction. This result is dif cult to interpret. However, ageing clearly has an effect, and societal trends may also play a role for these work values. Moreover, a ceiling effect may also be present.
It must be concluded from the results shown in Table 3 that, in correspondence with the hypotheses, for young adults most work values and norms change positively. This change is mainly a result of growing older, and less a result of societal trends.
DISCUSSION
In the present study, changes in eight work values and norms over a period from 1987 to 1991 were examined in a sample of three different age groups of young adults in The Netherlands. The rst hypothesis, proposing that these values toward work change positively, is for the most part con rmed. It indeed appeared that the expected longitudinal changes in work values and norms were present, but not for all work values and norms, and not for all three age groups in the same degree. Moreover, for some values, differences were also transversely present (i.e. differences between age groups at the separate waves).
The second hypothesis, stating that younger age groups change more than older age groups, was con rmed. It appeared from the results of this study that the younger groups generally showed lower correlation coef cients and more signi cant changes in mean scores on work value scales than the older age groups.
The changes in work values and norms were all in the direction predicted by Hypothesis 1: All age groups found it more likely, over time, that they would work in different speci c family situations, such as when they have no family, or a family with children under or above six years of age. All age groups became more intrinsically motivated to work over time and they attached more importance to Emancipation and Spare Time, and less to Work Obligation, while becoming less extrinsically and socially motivated to work over time. Apparently, when young adults grow older they increasingly value intrinsically motivating work aspects or work goals and decreasingly value status, money, and social contacts at work. It was demonstrated that this positive change of most work values and norms is mainly a result of growing older, and less a result of societal trends.
Further, it was found that absolute work centrality did not change over time. Other researchers (MOW, 1987) regard absolute work centrality as a relatively stable variable. However, although the mean scores on work centrality did not change, it appeared that work centrality did change normatively (i.e. the relative rank order of individual scores changed). These different results with respect to normative and level change may possibly be explained by the fact that for some people work becomes more central, and for others less central, and as a result the mean scores on this variable for the age groups remained unchanged. For example, work centrality may have changed differently for those who were in school in both waves and for those who left school and found a job. However, from the study of , this appeared not to be the case and there were no differences between the groups in the (relatively low) correlation coef cients. Moreover, the mean scores did not change signi cantly for either group. However, at Time Two, participants who left school for work had a higher level of work centrality than participants who stayed in school. This indicates that it is useful to study the same group in different ways (transition and age groups, see Method) in order to discover the most likely determinant of change in work values. However, it is not always possible to distinguish between the effects of ageing and transitions because they correlate to a large extent. For example, the school-to-work transition can only be made from a certain age due to the obligatory school period. Therefore, in some age groups, transitions will more likely occur than in other age groups. The same applies for studying different transition groups that may differ in age. It is possible that these differences in age explain differences in change between transition groups because ageing processes are always present in longitudinal studies.
Another possibility is that gender differences exist. If for males absolute work centrality increases, and for females the absolute importance of work decreases, no overall change in mean scores on work centrality will be found. However, post-analyses showed that the reverse was true. For males, attachment to work decreased signi cantly, whereas females overall did not change signi cantly with respect to work centrality.
Generally, these ndings show the advantage of studying different forms of change variables in combination, because it generates more information on the way in which people change. Schulenberg et al. (1993) have argued for a combination of developmental and individual difference perspectives on work value change in career theory and practice. Caspi and Bem (1990) proposed that individual differences should be most evident in the life course when individuals are required to enter new relationships and assume new roles. Costa and McCrae (1988; cf. Caspi & Bem, 1990) concluded that maturational changes have little effect on the ordering of individual differences in adulthood after age 30, but that mean levels of scores on some characteristics do change. It may be possible that maturation effects are slow and gradual and can be observed best in changes in the mean level of scores on values and norms, whereas transitions may have an ad hoc impact on people. These may either be inhibiting or disinhibiting, depending on the type of the transition, and they may be shown via changes in correlation coef cients.
In summary, it can be concluded from the present study that, as predicted, work in general, and especially intrinsic work values of young adults, become more important over time. Moreover, it appears to be the case that the younger the individual, the more change is likely. These changes in work values and norms are more strongly affected by ageing, growing, and maturation, than by societal trends in the present study.
Limitations of this Study and Future Research
Some remarks should be made with respect to the speci c period of four years, 1987-1991, used in this study. An advantage of this time-span was that testing (or reminiscence or practise, see Costa & McCrae, 1988) effects were absent in comparison with shorter periods (e.g. six months in the study of Schulenberg et al., 1993) . However, this time-span may be too short to discover clearly societal trends. In the present study, no signi cant changes in the labour market or other important societal changes, such as social unrest or natural disasters, were expected and found in this period. It is possible that in other time periods, for example, when the no-nonsense eighties are compared to the nineties, in which people increasingly seek a balance between work and their private life, effects of changing societal circumstances on people could be discovered above general ageing processes. For example, work could be absolutely, as well as relatively, regarded as less important.
In this respect, it should be noted that in the present study only simple main effects were examined. Although interaction effects may also be present, they may offset each other. For example, it is possible that ageing and period effects occur simultaneously and they rule each other out. Although, normally, young people develop positively, this development could be inhibited by negative events in society. In any case, such effects would be dif cult to disentangle.
Another possibly related factor, which was mentioned earlier, is cohort effects. We neither expected, nor found, these effects to be present because the participants only differed in age from four to eight years, and as a result they can be seen as belonging to the same cohort. Future research may, therefore, focus on differences in work value change between different, more widely separated, cohorts.
Finally, it must be noted that these results apply only for young adults in the Dutch situation. It is dif cult to compare and interpret research ndings across cultures because they may differ in social and economical circumstances and processes to a large extent. For example, cultures may differ in the degree to which they foster achievement (e.g. in some cultures, working is regarded as an abstract concept), whereas elsewhere work is seen as a necessary evil (MOW, 1987) . Further research may help to clarify the effects of cultural environments on value preferences (Elizur, MagyariBeck, Singh-Sengupta, Tchaicovsky, &Yamauchi, 1996 
